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Candidate Sourcing Tips 
You’re ready to make your first sales hire. 

You know that The Right Five will do the heavy lifting and find you the right Pathfinder 
candidates that can do the job. You have a unique URL for the assessment that you will 
include in your job postings.  

The question now is, “how do I explain the assessment and application process?”. We 
are glad you asked. Here are some tips:  

You can explain the process in the job opening announcement on your website, a LinkedIn 
job ad, wherever else you might post the opening, as well as in emails you send to your 
network.  

Here is a sample. 

• We are looking to hire a true Pathfinder, the type of salesperson that is proven to be 
success as the first sales hire at a B2B tech startup.

• The starting point for candidates to apply is here <insert your link here>.
• We have partnered with The Right Five to help us with the candidate assessment 

and screening process.
• We will quickly be in touch with candidates that are identified as Pathfinders and 

follow-up with next steps.
• If you are not classified as a Pathfinder, we will notify you right away. We can’t stand 

application black holes either.
• The information you provide and your assessment results will only be used by us.

Other things to consider... 

The Assessment is Also a Screen for Entitlement 

The assessment will take candidates about an hour. It’s deliberately detailed to cover the 
breadth of skills that define a Pathfinder. But it’s also a first screen.  

We tell candidates upfront how much time it will take them to complete. Any candidates 
who exhibit entitlement will likely demonstrate it with an attitude of “don’t they know who I 
am” and won’t take the assessment.  

This is good. An entitled salesperson is the last thing you need in your business. We have 
other screens for that attitude in the assessment. 
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Equally, don’t let candidates circumvent the assessment. Some will try to avoid the process 
and contact you directly and it may be tempting to view this as creative/innovative but in 
reality it’s another demonstration of entitlement. Plus, if you entertain this, how will you ever 
know if they have the broad skills required to be a Pathfinder? 

Don’t Let Your Job Post Exclude the Best Candidates 

Also, try not to be too restrictive in the wording of your job ad. 

We have found great Pathfinder candidates in unexpected places. Getting too specific on a 
sales track record in your specific sector will likely exclude candidates who are better 
Pathfinders.  

Your tenured 10-year veteran Oracle salesperson probably checks that sales experience 
box but will likely be missing most of the skills required for a B2B startup sales role. Don’t 
exclude good Pathfinder candidates through casual use of language in your posting. 

Assessing and Selecting Candidates Without Bias 

Likewise, you want to avoid accidental bias in your job posting. We have found Pathfinder 
candidates that were a great fit that might have overlooked a company if they were put off 
by something in the job posting. You don’t want to limit your options! There are a lot of 
great free resources available to help you eliminate unintentional bias that ensures a better 
pool of candidates.   

With that all set, now it’s time to start planning your interviews! 

https://therightfive.com/dont-let-your-job-post-exclude-the-best-candidates/
https://therightfive.com/assessing-and-selecting-candidates-without-bias/



